This paper investigates the relationship between locus of control and performance among Russian employees, using survey data collected at 28 workplaces in 2002 in Taganrog and at 47 workplaces in 2003 in Ekaterinburg. We develop a measure that allows us to categorize the Russian employees participating in our survey as exhibiting an internal or external locus of control. We then assess the extent to which there are significant differences between "internals" and "externals" in work-related attitudes that may affect performance. In particular, we focus on (1) attitudes about outcomes associated with hard work, (2) level of job satisfaction, (3) expectation of receiving a desired reward, and (4) loyalty to and involvement with one's organization. In each case we identify where gender and generational differences emerge. Our main objective is to determine whether Russian employees who exhibit an internal locus of control perform better than employees with an external locus of control. Our performance measures include earnings, expected promotions, and assessments of the quantity and quality of work in comparison to others at the same organization doing a similar job. Controlling for a variety of worker characteristics, we find that (1) individuals who exhibit an internal locus of control perform better, but this result is not always statistically significant; (2) even among "internals," women earn significantly less than men and have a much lower expectation of promotion; (3) even among "internals," experience with unemployment has a negative influence on performance.
expected promotions, and assessments of the quantity and quality of work in comparison to others at the same organization doing a similar job.
Why does it matter if attitudes about one's ability to control outcomes influence performance among Russian employees? Three answers to this question are readily apparent. First, identifying whether Russian employees who exhibit an internal LOC perform better than those who exhibit an external LOC broadens the application of existing research to a new cultural paradigm. Such information will assist firms, both domestic and foreign, in developing management strategies and incentive structures that effectively motivate Russian workers, as well as provide the foundation for explorations of regional and ethnic differences in employee attitudes in Russia. Second, studies which evaluate the link between attitudes and performance offer a new dimension to consider when analyzing gender differences in earnings and career opportunities. However, existing studies evaluating the link between performance and LOC focus predominately on males; gender differences in locus of control have received little attention. Our study uses survey data collected from Russian employees to examine the link between gender differences in locus of control and gender differences in performance. Third, existing studies evaluating the link between performance and locus of control focus tend to ignore the potential link between LOC and other work-related attitudes that may affect performance. Our study of Russian employees incorporates the premise that if differences in locus of control are related to differences in work-related attitudes in a gender-specific way, this relationship needs to be made explicit in studies investigating gender differences in earnings and career opportunities. One objective of our work is to assess the nature and scope of gender and generational differences in locus of control and other work-related attitudes.
Our analysis of the relationship between LOC and performance among Russian workers is divided into six parts. Part I discusses why it is now possible to evaluate the influence of attitudes on performance among Russian workers. Part II provides a detailed description of the survey and the characteristics of the participating employees. Pronounced regional differences in work-related experiences and attitudes indicate the need to conduct our analysis and report our results separately for the two participating regions. Part III develops a measure that allows us to categorize the Russian employees participating in our survey as exhibiting an internal or external locus of control. For comparative purposes, select worker characteristics are provided for the "internals" and "externals" participating in the project. Moreover, we assess the extent to which there are significant differences between "internals" and "externals" in work-related attitudes that may affect performance. In particular, we focus on (1) attitudes about outcomes associated with hard work, (2) level of job satisfaction, (3) expectation of receiving a desired reward, and (4) loyalty to and involvement with one's organization.
In each case we identify where gender and generational differences emerge in response patterns among the participants in our survey. Part IV evaluates the link between performance and locus of control among the Russian employees participating in this project. Controlling for a variety of worker characteristics, we find that "internals" consistently perform better than "externals," although statistically speaking this result is not significant across all specifications. In both regions we find that even among "internals" women perform worse than men in terms of earnings and promotions.
Concluding remarks are offered in Part V.
I. Russia's Labor Market in Transition
Is it reasonable, given the disruptions associated with Russia's transition from a centrallyplanned economy to a market-oriented economy, to evaluate the influence of attitude on performance at this point in time? Are economic, political or social conditions in Russia too unstable to evaluate the influence of individual characteristics and attitudes on labor market outcomes? We observed dramatic changes in the labor market throughout the 1990s as the Russian economy underwent the transformation to a market-oriented economy. Labor force participation rates fell (Clarke 1998 , Linz 1995 , Popova 2001 , employment shifted from the public to the private sector (Brown and Earle 2003, Linz 2002) ; See "Russia Gains Market Economy Status," BISNIS Bulletin, U.S. Department of Commerce, 4 International Trade Administration (July 2002), p. 2. An earlier and much more optimistic claim was offered by Aslund (1995) . 4 unemployment rose (Standing 1994 (Standing 1996 , real wages fell, fringe benefits all but disappeared (Lehmann et al 1999 , Linz 1996 , Treisman 2000 , multiple job holding became the norm (Foley 1997) ; payment in-kind was pervasive, as was non-payment of wages (Desai and Idson 2000, Gerry et al 2004) ; genderbased, rural-urban, and regional wage differentials grew (Arabsheibani and Lau 1999 , Brainerd 2000 , DeLoach and Hoffman 2002 , Glinskaya and Mroz 2000 , Newell and Reilly 2001 , Olgloblin 1999 , Reilly 1999 ; pensioners remained in the workforce in unprecedented numbers (Kolev and Pascal 2002) .
The past few years of modest improvements in macroeconomic conditions, however, have contributed to stabilization in Russia's labor market conditions. This is perhaps most evident in the reduction of non-payments or wage arrears. Studies based on the Russian Longitudinal Monitoring Survey (RLMS) find that about 25% of working-aged adults were owed back wages in October 2001, down from over 60% in November 1998 (Mroz et al 2002) . The State Statistical Agency of the Russian While the financial crisis in 1998 substantially worsened macroeconomic and labor market conditions at the end of the 1990s (Avraamova and Ovcharova 2001 , Lokshin and Ravallion 2000 , Lokshin and Yemtsov 2004 , Pastor and Damjanovic 2003 , Sutela 2000 , by the end of 2000, the real value of pensions and wages had nearly regained their pre-financial crash levels; the unemployment rate fell from 12.6% in 1999 to 9.8% (Goskomstat 2001). Since then, output and employment have continued to expand, contributing to an even lower unemployment rate in 2002 of 7.1% (Goskomstat 2004) . Domestic investment and consumer-driven demand continue to play an increasingly important role in the expansion of output and employment. In addition, a decade of exposure to global markets forced Russian firms to adopt strategies that increasingly focused on profitability, putting pressure on managers to adhere to hiring and firing strategies much like those employed in developed market economies (Gimpelson and Lippoldt 2001 , Krueger 2004 , Puffer et al 2000 . Indeed, the U.S.
Commerce Department on 1 April 2002 decreed Russia as having established a market economy. 4 Given the stability of the economy and the greater reliance on western managerial strategies and practices with regard to employee performance, rather than Soviet-style managerial practices that were governed by job rights and excess demand for labor (Granick 1987) , we believe it is now reasonable
The questionnaire, pre-tested in Russia in 2000, was adapted from a questionnaire administered to Russian 5 and Polish retail workers in 1995 (Huddleston and Good 1999) .
Information about the number of employees who were asked but declined to participate was not recorded, 6 so it is not possible to calculate the actual response rate.
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to examine the question: To what extent can differences in labor market outcomes -work effort, earnings, promotions, or experience with unemployment -be explained by differences in locus of control among Russian workers?
II. Characteristics of the Survey Participants
Who participated in the survey? As part of a study to explore general factors influencing motivation to work among Russian employees, local project coordinators in Taganrog and Ekaterinburg were instructed to contact top-level managers at a wide variety of workplaces to request permission to conduct a survey of their employees. Since the unit of analysis was to be the employee rather than the workplace, the objective was to include as many work environments and occupational categories as possible. While funding constraints precluded selecting a representative sample of firms in each location, permission was secured at 75 workplaces, and questionnaires administered. When asked to 5 participate in the survey, potential respondents were informed about the confidentiality and anonymity of their participation, and, if they elected to participate, were given the option of choosing not to Just under half (48%) of the participating employees who reported their age (n=1391) were 35 years old or younger at the time the survey was conducted; about one-third (36%) were between the ages of 36 and 50; the remainder (16%) were over 50 years old. At least 458 men and 1020 women participated in the employee survey (21 did not report their sex). Over half (58%) were married at the time the survey was conducted. More than three-quarters had completed at least 15 years of schooling.
Over one quarter (29%) held a supervisory position.
Where did these employees work? Given the research objective of identifying the factors that motivate workers, the survey project was designed to include both manufacturing and nonmanufacturing firms, as well as small, medium and large firms in terms of workforce size. Nearly half (46%) of the employees completing the questionnaire worked in trade and other services. Among those who worked in manufacturing companies, both blue-and white-collar occupations were included. More than 200 participating employees (14%) reported working at more than one job (workplace). In the Taganrog survey, twelve companies engaged in manufacturing (aviation products, agricultural equipment, construction materials, metals, food processing, consumer goods, packaging materials); the remainder were involved in trade (retail and wholesale) and other services (education, health care, consulting, communications, R&D, and transportation). In terms of workforce size, approximately 8% of the respondents worked in organizations which employed 20 or fewer workers; 26% worked in organizations employing 21-100 workers; 38% in organizations employing 101-1000 workers; and 28% in organizations employing more than 1000 workers.
In 2003, forty-three of the participating workplaces were located in Ekaterinburg, two in nearby Polevskoy, one in Tomsk and one in Chelyabinsk. Fourteen workplaces engaged in manufacturing (machine building, food processing, equipment building, clothing, instrument making); ten were involved in trade (retail and wholesale); three in construction or transportation; the remainder were involved in other services (health care, education, housing, banking, insurance, tourism, communications). Once again, the survey included small, medium, and large firms in terms of workforce size: 9% of respondents worked in organizations employing 20 or fewer people; 27% in organizations employing 21-100 people; 42% in organizations employing 101-1000 people, and 22% in organizations employing more than 1000 people.
As seen in Table 1 , there appear to be strong similarities among participating employees in both the Taganrog and Ekaterinburg surveys. In both cases, participants on average were in their mid-20s when Russia's transition from a centrally-planned economy to a market-oriented economy began. In both cases, participants on average had completed 14 years of schooling, although a slightly higher percentage (25% compared to 20%) completed more than 15 years of schooling in Ekaterinburg. At least two-thirds of the participants are female; more than half were married at the time the survey was conducted. In both cases, nearly two-thirds (63%) had not changed workplaces in the previous 5-year period; less than 20% had changed workplaces once, and about 15% reported changing workplaces at least twice. Approximately the same proportion of participants held supervisory positions in both survey locations. Fewer than one-quarter had experienced a period of unemployment.
Statistically speaking, however, there are a number of significant differences in the characteristics of the participating employees that might influence attitudes or performance. Employees participating in the Taganrog survey had worked at their current workplace on average about one year longer than the employees participating in the Ekaterinburg survey, and significantly more had received at least one promotion (55% in Taganrog compared to 43% in Ekaterinburg). Even after controlling for inflation, reported earnings are significantly higher among the Ekaterinburg employees. A greater proportion of women comprise the Ekaterinburg employees who participated in the survey -71% of the participating employees in Ekaterinburg are women, compared to 66% in Taganrog. More employees in Taganrog were married at the time of the survey -62% compared to 56% in Ekaterinburg.
Each of these factors might contribute to differences in work-related attitudes or differences in performance emerging in our survey results. While there is also a significant difference between participants in the two regions in the average number of employees supervised, in our view, the magnitude of the difference (supervising an average of 4 instead of 6 individuals) is unlikely to account for any variation in work-related attitude by region.
Differences in response patterns may arise for reasons unrelated to differences in worker characteristics. Because economic, political, and social conditions remained relatively stable in Russia between 2002 and 2003, we do not think the timing of the two surveys will generate differences in response patterns. We do think, however, that regional differences might be significant. According to Goskomstat, the Rostov-on-Don region (which includes Taganrog, Rostov and Azov) has significantly more people affiliated with agricultural production than the Sverdlovsk region (which includes Ekaterinburg): 22% and 9%, respectively. Not surprisingly, there is a significant regional difference in the fraction of the workforce engaged in industrial employment: 18% in Rostov region compared to 26% in Sverdlovsk region (Goskomstat 2004) . Studies using the Russian Longitudinal Monitoring Survey (RLMS), a nationally representative sample of Russian households, document dramatic differences in work experiences and opinions between individuals in the agricultural and nonagricultural sectors (Petrin 2004 , Mroz et al 2002 . More generally, RLMS data also document significant rural-urban differences in work experiences and opinions. Given the rural-urban composition of the two regions participating in our survey -urban residents account for 80% of population of Sverdlovsk region and 57% of population of Rostov region -we anticipate regional differences in attitudes. To evaluate the nature and scope of regional differences in work-related attitudes among our survey participants, we checked for differences in attitudes that are unlikely to be influenced by current economic or political conditions. All of the work-related attitude statements used in this study were pre-tested in Russia in 1995 (Huddleston and Good 1999) . The first three attitude statements listed in Table 2 focus on the perceived results of hard work (WKHPROD, WKHWELL, WKHPERFM). Eight statements focus on more general attitudes toward work (FORGETJB to EASYWAY); statements originally used by Blood (1969) to develop a scale to measure Protestant work ethic. Four statements derived from Cook and Wall (1980) focus on loyalty and commitment to the organization (CONTRIB to NOTCHGJB). For each of the fifteen statements presented in Table 2 , survey participants were given a 5-point Likert scale, where 1 = strongly disagree and 5 = strongly agree. As seen in Table 2, participants from both regions tend to agree that working hard results in doing the job well (WKHWELL) and good job performance (WKHPERFM). Participants tend to agree that it is good to leave work at the workplace (FORGETJB), and that wasting time is as bad as wasting money (WASTE). There are significant differences in the response patterns for the remaining eleven statements, however. At this point, it is not important to identify whether the differences are a consequence of worker characteristics or regional differences. The preponderance of evidence simply suggests that we analyze the responses of these two groups of participants separately.
In addition to checking for regional differences in work-related attitudes, we also checked for gender and generational differences within each region, where generation is defined by age at the time Russia's transition began. YOUNG are individuals who were 20 years old or younger in 1992, and thus unlikely to have substantial work experience in the socialist centrally-planned economy. OLDER are individuals 40 years old or older in 1992; individuals trained during the Soviet regime and likely to have worked a decade or more in a state-owned organization.
As seen in Table 2a , statistically significant gender differences emerge in the response patterns in fewer than half of the cases. Interestingly enough, only in two cases are they the same for both regions: CONTRIB and GOODJOB. In both the Taganrog and Ekaterinburg surveys, the participating female employees were more likely than the male employees to agree that knowing their work made a contribution to the good of the organization would please them (CONTRIB) and that they feel that they are making a contribution to the good of the organization (GOODJOB). In four of the fifteen cases, men and women in both regions exhibit the same response patterns (WASTE, RESPON, EASYWAY, PROUD).
Generational differences occur less frequently than gender differences among the participants in this project: in almost half of the cases, both YOUNG and OLDER response patterns are the same (Table 2a ). Generational differences were more evident among the participants in the Ekaterinburg survey than among those participating in the Taganrog survey, however. Older employees in Ekaterinburg were much more likely to think that wasting time is as bad as wasting money (WASTE), a person should relax and accept life as it is rather than always striving for unreachable goals (RELAX), a good indication of a person's worth is how well his/her job is done (WORTH), and that it is better to The ten statements used in this project were pretested in Moscow and St. Petersburg prior to a survey of 7 Russian retail workers conducted in 1995 (Huddleston and Good 1999).
Rotter (1966) used a range which included both positive and negative numbers (-3 to +3) and summed all 8 the responses together to get a single locus of control score. We found that using only positive numbers worked better in the Russian survey.
These same questions were included in a 1995 survey of retail workers in Moscow and St. Petersburg 9 (Huddleston and Good 1999) and a 2000 survey of employees in Moscow, Taganrog and Saratov (Linz 2003) . In each case, the reliability coefficient was in the .62 range.
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have a job with a lot of responsibility rather than one with little responsibility (RESPON).
On the basis of these results, we expect to find gender and generational differences influencing the link between attitudes and performance among the participants in this study.
III. Locus of Control Measures
Locus of control, a concept originally proposed by Rotter (1966) , summarizes a person's underlying beliefs about his/her ability to control outcomes of various kinds. Individuals who believe that the outcomes they experience are consequences of their behavior, ability, or effort are said to exhibit an "internal" locus of control (LOC). Individuals who believe that the outcomes they experience are beyond their control -individuals whose outcomes are perceived by them to be a function of luck, chance, or fate -are said to be "external." Among studies conducted in developed market economies, individuals with an internal LOC perform better and/or receive higher earnings than individuals with an external LOC (Andrisani 1977 1981 , Coleman and DeLeire 2003 . Does this same result hold for the Russian employees participating in our project?
We use ten statements taken from Rotter (1966) in our locus of control measure. Survey
The reliability coefficient exceeded .72 for these variables in both the 1995 survey conducted by 10 Huddleston and Good (1999) and the 2000 survey conducted by Linz (2003) .
The literature suggests that locus of control can change over time in response to particular dramatic or 11 repeated experiences (Goldsmith et al 2000) . The "shock therapy" that Russia introduced to transform its economic system would likely qualify as a dramatic experience. Consequently, we construct a group of respondents whose work experiences were likely not shaped by the Soviet legacy (20 years or younger in 1992) to compare with a group whose work experiences were likely shaped by the Soviet legacy (30 years and older in 1992).
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is consistent with results generated in earlier studies. 10 We use a two-step procedure to identify individuals participating in this study as "internal" or "external." In the first step, we sum the responses for the five internal statements into a single composite variable, which has a minimum value of 5 and maximum value of 25. As seen in Table 3 , the mean value of this composite measure is approximately 17 for Taganrog participants and 18 for Ekaterinburg participants. We sum the responses for the five external statements, generating a mean value of approximately 16 for both regions. In the second step, we categorize respondents as "internal," "external," or "undefined" using the following rule: an individual is internal if the score on the internal composite measure is greater than the score on the external composite measure; an individual is external if the score on the internal composite measure is less than the score on the external composite measure; an individual is categorized as "undefined" if the scores on both measures are equal.
How do our survey participants score on the locus of control measures? Of the 1,397 participants for whom we have sufficient data, about half (49.7%) are categorized as "internal;" just over one-third (38.4%) are "external," with the remainder (12%) "undefined." Given the regional differences associated with a wide variety of work-related attitudes, it is not surprising that significant regional differences emerge with respect to locus of control. In Taganrog, 44% of the participants are categorized as internal and external, respectively; in Ekaterinburg, more than half (54%) are categorized as internal and about one-third (34%) as external. We view this as additional support for our decision to conduct our analysis and present our results for each region separately.
Are worker characteristics significantly different between the "internals" and "externals"? Table   4 reports the locus of control results by worker characteristics in each region. Four results emerge that are common to both regions. First, among the young -individuals who were 20 years old or younger in 1992, when Russia's transition from a centrally-planned economy to a market-oriented economy began -it is more likely that an individual will exhibit an internal LOC. Among the young, 56% are 11 internal in the Taganrog survey and 62% are internal in the Ekaterinburg survey. Interestingly enough, among the older participants, individuals who were 40 years old or older in 1992, approximately the This result holds for numerous studies conducted in developed market economies (see Coleman and 12 DeLeire 2003 for a review of literature). Unlike in Soviet times when university education was "free" (students were assigned for 3 years to a job after graduation as payment for the free education), in Russia, only a few engineering and science programs remain "free." Business-related programs and English-language programs, for example, are relatively expensive. Consequently, we assume that an individual's investment in university education, whether it be financial or strictly time and effort, reflects some assessment of anticipated higher earnings. 11 same share in both regions exhibit an internal LOC, but among the participants in Ekaterinburg, the "undefined" share is much higher. Second, the male employees participating in the survey are more likely to be internal than external. In the Taganrog survey, 46% of the men are internal and 13% are "undefined;" in the Ekaterinburg survey, 58% of the men are internal and 15% are "undefined." This pattern is not repeated for the female employees, however. Nor does it follow that the women participating in the survey are more likely to be external than internal. Third, in both regions, individuals who hold supervisory positions are more likely to be internal than external. Fourth, at least half of those participating in the survey who have experienced unemployment -that is, in the 5 years prior to the survey, they report themselves as having been out of work and looking for work for more than two weeks -are internal.
Regional differences in the LOC results are rather pronounced, especially with regard to education. While we might expect that individuals with at least some university education would be more likely to exhibit an internal LOC, this result only holds among participants in the Ekaterinburg 12 survey: of those completing at least some university education, nearly 60% are internal. Among Taganrog survey participants, those who completed at least some university education are split equally between "internals" and "externals," and, when compared to Ekaterinburg survey participants, Taganrog "internals" comprise a significantly greater fraction of those who completed fewer than 10 years of schooling. The pattern of a relatively equal split between "internals" and "externals" is repeated in Taganrog for a number of worker charactertics: whether one holds one or multiple jobs, whether one has recently been promoted or recently changed workplaces, and whether one is married. By contrast, in Ekaterinburg, those individuals who report holding multiple jobs, a recent promotion, and a recent job (workplace) change are much more likely to exhibit an internal LOC. Do Russian employees participating in the survey who exhibit an internal LOC differ from those who exhibit an external LOC with respect to attitudes that may influence their work performance?
Numerous studies link work performance to general attitudes toward work, job satisfaction, expected rewards, and one's involvement with or loyalty to the company (for recent survey of literature, see Linz et al 2004) . Based on results emerging from studies conducted in developed market economies, we hypothesize that the "internals" participating in our survey, in comparison to the "externals," will (1) Participants were given the following instructions on the survey instrument: Below you will see a number have stronger beliefs about the positive consequences of hard work; (2) be much more likely to express a higher level of job satisfaction; (3) have a higher expectation of receiving their desired reward; and (4) exhibit a stronger degree of organizational commitment.
As seen in Table 5 , individuals who exhibit an internal locus of control do have stronger beliefs about the positive consequences of hard work. In both Taganrog and Ekaterinburg, "internals" are significantly more likely than "externals" to say that hard work leads to high productivity (WKHPROD), doing the job well (WKHWELL), and good job performance (WKHPERFM). The 13 results are somewhat mixed for job satisfaction. We find that among Taganrog participants, "internals" do express higher job satisfaction than "externals," whether it be for their job (JOBSATIS) or the work that they do in their job (SATISFY). Among Ekaterinburg respondents, however, the result only holds 
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found to be reliable (Huddleston and Good 1999 , Linz 2003 2004 . For these same motivators, participants were then asked to evaluate the likelihood of receiving the particular reward if they did their job especially well.
To identify the participant's expectation of receiving desired reward, we 16 calculated the gap between the two responses: the importance of a particular reward minus the expectation of receiving it. The smaller the gap between these two values, the greater the expectation of receiving the desired reward. We hypothesize that "internals" will have a significantly smaller gap than "externals" for many of the included rewards. We recognize, however, that one's belief about the extent to which an individual can influence particular outcomes is unlikely to matter for some of these rewards. For example, we think locus of control is unlikely to influence how you expect to feel about yourself for doing your job well (EXP_FEEL) or whether you expect to feel a sense of accomplishment (EXP_ACCMPL) if you have done your job well, or if you expect to receive more freedom on your job in response to doing your job well (EXP_FREEJB). Consequently, we do not expect to find significant differences between "internals" and "externals" for these variables.
As seen in Table 5 , our hypothesis that "internals" will have a higher expectation of receiving their desired reward is supported. In cases where there is a significant difference, "internals" are consistently more likely to think they will receive their desired reward. Among participants in the Taganrog survey, this result emerges for three of the motivators: the expectation of receiving a bonus or additional pay (EXP_PAY), the expectation of having better job security (EXP_JBSCR), and the expectation of having more chances to learn new things (EXP_LEARN). Among participants in the Ekaterinburg survey, a significantly higher expectation (smaller gap) by "internals" emerges for six motivators: the expectation of receiving a bonus or additional pay (EXP_PAY), the expectation of having an opportunity to develop skills (EXP_SKLDV), the expectation of having better job security (EXP_JBSCR), the expectation of getting a promotion or better job (EXP_PROMO), the expectation of receiving respect from co-workers (EXP_RESP), and the expectation of praise from supervisor The bottom panel of Table 5 summarizes locus of control differences associated with the organizational commitment statements. While there appears to be little regional difference in the interpretation of these five statements -the Cronbach alpha coefficient is .62 for Taganrog participants and .71 for Ekaterinburg participants -there is regional difference in the response patterns of men and women: among Ekaterinburg participants, women were much more likely than men to disagree with DONOMORE and NOTCHGJB.
We observe the hypothesized pattern of "internals" exhibiting stronger organizational commitment than "externals" in the Taganrog survey, although it is not always statistically significant.
Among Ekaterinburg participants, LOC differences are as predicted and statistically significant, except for one instance: "internals" are more likely than "externals" to say they would do no more than their This result is driven by gender differences among the Ekaterinburg participants that are not evident 18 among Taganrog participants.
Individuals in both regions who report themselves as performing better than others tend to hold 19 supervisory positions and/or have higher earnings, and have not experienced unemployment. In Taganrog, the male employees participating in the survey are significantly more likely than the female employees to report performing better than others doing similar work. Individuals in both regions who report themselves as performing better than others tend to have a high expectation of receiving a bonus or additional pay for doing their job especially well. The participating employees in the Taganrog survey who reported themselves as performing better than others had a high expectation of friendly co-workers, but a very low expectation of receiving additional job security or praise from their supervisor. Among the participating Ekaterinburg employees, only one expected reward variable was significant in explaining the variation in response patterns to this performance measure: EXP_SKLDV; individuals who reported themselves as performing better had very little expectation of acquiring additional skills.
15 job description requires. With one exception, these results tend to support our hypothesis that 18 individuals with an internal locus of control have a stronger organizational commitment than individuals with an external locus of control.
IV. Performance and Locus of Control
Our main objective is to determine whether, among the Russian employees participating in our survey, individuals with an internal LOC perform better than individuals with an external LOC. We use three performance measures: one's assessment of the quantity and quality of one's work in comparison to others at the organization doing a similar job, earnings, and expected promotions. Table 6 provides summary statistics for our performance measures. Participants were asked to evaluate (1) the quantity and quality of their performance (PERF), (2) their productivity (PROD), and (3) their ability to anticipate and solve problems (ANTICIP) relative to others at their workplace doing the same or similar work. In each case, they were given a 5-point Likert scale, where 1 = much worse than others and 5 = much better than others. Concerns about self-reported performance exaggerating actual performance were mediated by the mean response results emerging from our participants. As seen in Table 6 , there is no significant difference between "internals" and "externals" with regard to these performance measures in Taganrog or Ekaterinburg; in both regions the mean response is "about the same as others."
The Cronbach alpha reliability measure exceeds .8 for these three variables, so we combine them into a single composite measure (PERFORM) to use in our analysis.
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Participants were asked about the number of promotions they had received at their current workplace (NUMPROMO) and about the number of promotions they expect to receive in the upcoming five years (EXPPROMO). While there is no LOC difference in actual promotions received, it is the case that in both Taganrog and Ekaterinburg "internals" are more likely than "externals" to expect to receive a promotion at their current workplace in the upcoming five years. As seen in Table 6 , average monthly earnings are higher among "internals" than "externals," but only among Ekaterinburg participants is the Poisson regression analysis is appropriate when the dependent variable is a positive count variable for 20 which the frequency declines as the value of the variable increases. Wooldridge (2002) offers several examples that fit Poisson: the number of times someone is arrested during a given year, the number of cigarettes smoked per day. While using Poisson regression analysis is not appropriate for our composite performance measure or earnings, it is likely to provide a better fit for the model using expected promotions.
16 difference statistically significant.
We use both OLS and Poisson regression analysis to evaluate the influence of locus of control 20 on performance, controlling for age, gender, schooling, and work-related experiences. Our LOC measure was constructed to capture the degree to which a person is internal or external. That is, LOC equals the internal composite measure minus the external composite measure. The higher the value, the more internal the individual. We expect the sign on this variable to be positive.
In the first specification, where PERFORM is the dependent variable in the OLS regression, LOC is positive but not statistically significant in either Taganrog or Ekaterinburg (Table 7) . Individuals in both regions holding supervisory positions tend to report themselves as performing better. In both regions, age, education, and job tenure have no significant influence on performance assessments.
Among Taganrog participants, women and individuals who experienced unemployment tend to report themselves as performing worse that their peers, but this result did not emerge among Ekaterinburg participants.
In the second specification, where log of monthly earnings is the dependent variable in the OLS regression, LOC is positive but not statistically significant (Table 8 ). Coefficients on age and agesquared have the expected signs -we observe the usual concave earnings profile -and are statistically significant, however, the magnitude of the coefficients is quite small, implying that the return to labor market experience is rather modest. Job tenure, our measure of firm-specific human capital, has a positive coefficient, but is statistically insignificant in terms of its effect on earnings once we account for general human capital (approximated by age). Education has a positive, albeit relatively small, effect on earnings. Among participants in the Taganrog survey, an additional year of schooling leads to an increase in monthly earnings of only 1 percent; among Ekaterinburg participants, the earnings increase associated with an additional year of schooling is 3 percent.
Overall, we observe modest returns to human capital in comparison to results emerging from studies conducted using data collected in the Russian Longitudinal Monitoring Survey (RLMS). Clark -regions with an above-average level of foreign investment, and with income and employment opportunities comparable to European cities. Our results may be influenced by labor mobility constraints associated with Taganrog and Ekaterinburg -both were formerly "closed" cities with a tradition of very low labor mobility in and/or out of the region. More generally, housing shortages, internal passports, and limited information about job opportunities elsewhere restricted labor mobility in Russia in the early stages of the transition process. We expect these constraints to diminish over time, but the pace will be much slower for areas quite distant from Moscow and St. Petersburg (Krueger 2004 , Linz 2002 . In Taganrog, the result may be driven by the relatively high proportion of respondents with advanced engineering degrees employed in heavy industry and other low wage sectors (state-funded R&D institutes, transportation, agricultural machinery).
As expected, individuals who hold supervisory positions earn higher wages. The corresponding increase in monthly earnings associated with supervisory responsibilities is about 29 percent among the Taganrog participants and 36 percent among the Ekaterinburg participants.
Results are mixed regarding the influence of unemployment. Experience with unemployment has an insignificant effect on earnings among Ekaterinburg participants; the effect is negative, and significant, among Taganrog participants. This suggests that among Taganrog participants the job separations were probably involuntary.
Regardless of region, being female is a disadvantage in terms of earnings outcomes. The monthly earnings of the female employees participating in our project are significantly lower than the male employees -the gender difference is about 33 percent among Taganrog participants and 36 percent among Ekaterinburg participants. More importantly, the LOC measure has no significant effect on earnings once we control for gender. This implies that within each gender group there are no significant gains from being internal.
In the third specification, where expected promotion is the dependent variable, LOC is positive, and in Ekaterinburg, statistically significant -"internals" have a higher expectation of receiving a promotion in the upcoming years than "externals" ( Table 9 ). The OLS estimates imply that if a person's LOC score is by one standard deviation higher than the average LOC score in the group of Ekaterinburg respondents, then his or her expected number of promotions increases by 0.076, which is about 16 percent for a worker with the average expected number of promotions (EXPPROMO = 0.49).
According to the Poisson regression, the estimated increase also is approximately 15 percent. We interpret this as a signal of the robustness of the result. Notably, women have significantly lower expectations of future promotions even after we control for LOC. This result is observed in all specifications, implying that if we consider women and men who are equally internal, women still perceive their promotion opportunities to be more limited.
The number of expected promotions decreases with age and job tenure -that is, older workers expect to receive fewer promotions than younger workers in the upcoming years. This would be consistent with firm strategies for promotion to supervisory positions that target younger workers who have recently acquired training in the post-transition environment. Younger, and recently trained employees, are less likely to have experiences shaped by Soviet labor market conditions and/or stateowned firms, and thus more likely to adhere to performance standards commensurate with a profitoriented firm.
The effect of education on expected promotions is positive in both cases, but only among Ekaterinburg participants is the coefficient significant. According to OLS results, the number of expected promotions among Ekaterinburg participants increases by 0.05 (10 percent) for each additional year of schooling. Similarly, the interpretation of the Poisson coefficient is that an additional year of schooling would raise that individual's expected number of promotions by 10 percent. We interpret this as a signal of the robustness of the result that additional education, among the participants in this survey, provided a relatively small payoff.
Neither past unemployment experience nor current supervisory responsibilities have a significant effect on expected promotions.
V. Conclusions
Are differences in beliefs about the extent to which personal initiative results in the achievement of desired outcomes related to differences in labor market experiences in Russia? Survey data collected in Taganrog and Ekaterinburg are used here to assess the extent to which labor market outcomes -work effort, performance, earnings, promotions, or experience with unemployment -can be explained by differences in locus of control among Russian workers. We find that individuals who exhibit an internal locus of control do perform better than those who exhibit an external locus of control, but this result is not always statistically significant. We find that, even among "internals," women earn significantly less than men and have a much lower expectation of promotion. We find that, even among "internals," experience with unemployment has a negative influence on performance.
Our results underscore the need to consider gender and generational differences in the relationship between locus of control and performance. The female employees participating in our survey, for example, expressed significantly lower expectations of future promotions, even after control for LOC. Generational differences may be constraining returns to education among our survey participants -workers trained in prestigious Soviet institutions, earning degrees in specialities that were well-rewarded in the Soviet economy may find their employment opportunities in the post-Soviet economy closely linked to the state sector, where earnings have not kept pace with the private sector.
While the cross-section nature of our data limits our ability to establish causality, we are able to document significant differences between "internals" and "externals" in terms of a variety of work-related attitudes that have been linked to performance among employees in developed market economies. We view this result as an encouraging sign for possibly extending studies conducted in developed market economies that link performance to other attitudinal measures -challenge-affiliation, for example -as well as to pursue options to develop a panel data set which will enhance our opportunities for identifying causal relationships between attitudes and performance among Russian workers. Standard deviations in parentheses. * = 10% ** = 5% *** = 1% Heteroskedasticity-robust standard errors in parentheses. * The dependent variable (PERFORM) is a sum of three measures: (1) self-evaluated quantity and quality of respondent's own performance (PERF), (2) self-evaluated productivity (PROD), and (3) ability to anticipate and solve problems (ANTICIP) relative to others doing the same or similar work. ** The LOC measure was standardized within each location, so that the attitude scores became measured in standard deviations from the corresponding sample means. Heteroskedasticity-robust standard errors in parentheses. * The dependent variable is log monthly earnings on the main job (log of YTHISJOB). ** The LOC measure was standardized within each location, so that the attitude scores became measured in standard deviations from the corresponding sample means. Heteroskedasticity-robust standard errors in parentheses. * The dependent variable is the number of promotions the respondent expects to receive in the next five years. ** The LOC measure was standardized within each location, so that the attitude scores became measured in standard deviations from the corresponding sample means.
